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Abstract 
The aim of this study is to examine the effectiveness of training and development in the Higher Education sector using training 
evaluation framework. Quantitative method through questionnaire survey was used for data collection in which questionnaires 
were distributed to respondents in various Teachers, Staff and Managers Islamic Azad University, Takestan Branch. The findings 
of this study suggest that Effectiveness of training on  subject were evaluated at all four levels of evaluation, namely, the  
reaction, learning, behavior change and results of training levels. Factors that can affect the effectiveness of training in the 
Takestan univrsity include lack of support from top management and peers, employees’ individual attitudes, job-related factors 
and also the deficiencies in training practice. 
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1. Introduction 
Well trained workforce is essential in maintaining an organization’s competitive advantage. In spite of huge 
investments in worker training, there is significant evidence that it produces little real impact on worker job 
performance. In fact, a number of researchers (Baldwin & Ford,1988; Broad & Newstrom, 1992; Ford & Weisbein, 
1997) have come to the conclusion that most of the money currently spent on training is wasted, since as little as 
10%-15% of what is learned in training ever finds its way to the job. 
The aim of any training program is to enhance business performance. For any training program to be considered 
effective, trainees have to learn the training content and then apply such learning in the workplace. Training is one 
of the most pervasive methods for enhancing individual productivity and improving job performance in the work 
environment.(Goldstein and Ford 2002; Gupta and Bostrom, 2006). Evaluation of training systems, programmes or 
courses tends to be a demand of a social, institutional or economic nature. (Figari, 1994) Training Effectiveness is 
defined as a measurement of observable changes in knowledge, skills, and attitude after training has been 
conducted.(Bramley, 1996) Alvarez, Salas, and Garafano (2004) defined training effectiveness as the variables that 
are likely to influence the outcomes of the training at different stages of the training process.. 
 Torrington and Hall (2005) stated that though training evaluation tended to be nebulous and unsatisfactory, there is 
still a need for organizations to demonstrate that the training conducted was of value to the organization.  This was 
affirmed by Noe (2008) that training is increasingly being called upon to serve as the catalyst to drive change and to 
assists an organization achieve its stated strategic objectives. 
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 The most frequently reported challenge was determining the impact of the training .(ASTD, 1997) In order to make 
the best use of organizational resources of time, money, materials, space, equipment, and manpower, continued 
efforts are needed to assess all levels of effectiveness of training programs.  
 However, Phillips (1991) discovered that a majority of Human Resource Development (HRD) specialists are still 
reluctant to evaluate the effectiveness of training programs conducted. One of the reasons is that organizations were 
not able to find a tool for measurement that is both parsimonious and results-oriented. There may not be a strong 
link between training evaluation and training effectiveness though companies that evaluate training programs are 
more likely to find a greater degree of effectiveness from the trainings provided by virtue of the fact that there was 
evaluation. This was emphasized by Grensing-Pophal (2004) that it is important to assess training effectiveness and 
that training effectiveness should be tied in with actual work performance. 
2. Literature review 
In the real world, there are some other factors that influence the effectiveness of training and development in an 
organization.( Haywood,1992) Tennant et al. (2002) found that immediate superior support were strongly correlated 
with training effectiveness. 
However, to further explicate the effectiveness of training, it is critical to identify and measure the impacts of 
individual as well as organizational factors that affect training outcomes including learning and training transfer. 
(Baldwin & Ford, 1988; Mathieu, Martineau, & Tannenbaum, 1993; Tannenbaum & Yukl, 1992) Sackett and 
Mullen (1993) found that both the correlation and quasi experimental or experimental design could be used to assess 
the effectiveness of training program.  
Holli and Calabrese (1998) defined evaluation as comparisons of an observed value or quality to a standard or 
criteria of comparison. Evaluation is the process of forming value judgments about the quality of programs, 
products, and goals. Stufflebeam (2001) defined evaluation as a study designed and conducted to assist some 
audience to assess an object's merit and worth. Evaluation is defined as a study designed and conducted to assist 
systematic process to determine the worth, Value, or meaning of something. Evaluating the effectiveness of training 
can help identify the value of training programs, techniques to improve training programs, and the value of training 
resources to the organization.( Nesbitt,2004. 13) 
One major model of evaluation was identified. This model, developed by Kirkpatrick in 1952, remains widely used 
-level model has been the most widely cited. In this model, training 
effectiveness is evaluated using four criteria: trainee reaction, learning, behaviour, and business results. Most of the 
models in use today are -level framework.( Phillips,1996; Stoel,2004) 
Warr et al.(1999) examined associations between three of the four measurement levels in a modified Kirkpatrick 
framework and then combined the two higher Kirkpatrick measurement levels, behaviour and results, into one 
measurement level called job behaviour.(Reported by KayMeyer& Elliott,2003). Although newer approaches to, and 
models of, training evaluation have been proposed (e.g., Day, Arthur, & Gettman, 2001; Kraiger, Ford, & Salas, 
-level model of training evaluation and criteria continues to be the most 
popular (Salas & Canon-Bowers, 2001; Van Buren & Erskine, 2002). 
3. Methodology: 
3.1. Research objectives: The present research aims at studying Effectiveness of Job-Based Training in Takestan 
 
3.2. Research Questions: 
What is The Effectiveness of Training on four levels (Reactions, Learning, Behaviour and result) there? 
What Practical Suggestions can used to improve the Training Effectiveness of The proposed Research? 
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3.3. Methodology: 
The method employed in this study was descriptive- survey. The study aims at focusing on the nature of the training 
courses and their impact on the improvement of employees' and Teachers performance. The data used in the study 
population consisted of (70) Employees, (50) teachers and (18) managers. The questionnaires were distributed 
among subjects.  The questionnaires were designed on the bases of Likert (5) item scales.  
4. Result: 
Table (1): levels of Kirkpatrick Model 
Judgment 
Level 
points subject Indicators Level  
acceptable 3.68 Employees &Teachers 17 Reaction 1 
almost 
acceptable 
3.58 Employees 16 Learning 2 
almost 
acceptable 
3.39 Employees, Teachers, 
Managers 
25 Behavior 3 
almost 
acceptable 
3.06 Teachers, Managers 6 Result 4 
almost 
acceptable 
3.42 3 Groups 64 Kirkpatrick Model  
 
Results show that according to Kirkpatrick Model, Reaction Level (3.68) is acceptable Level. But Learning and 
Behaviour levels orderly obtained 3.58 and 3.39, thus they are in almost acceptable. Also Result level (3.42) is 
almost acceptable. 
The findings of the research indicated that the training presented, have been affected, but this effect is not very 
dramatic in the four levels of Kirkpatrick Model. Defining factors such as training -based job, definition training-
based of performance, defined training based on organization objectives, consider the needs of individual learners, 
Staff awareness of the objectives of training courses, Continuity of trainings, Application of training in the 
workplace and proper implementation of training can directly lead to improving the effectiveness Training.  
According to the results of research, training courses should be designed for each job regard to individual, 
vocational and organization needs.  Training programs developed by the organization should be run for each person. 
Training should be conducted regularly and properly will lead to greater effectiveness. Finally, the effectiveness of 
training depends on well designing and implementation of Training, Learner Involvement, Learner Attitude change, 
provides opportunity to Application New skills and Knowledge in Workplace, Job Commitment, Top Managers 
views for Training, and connection training to Organization's Vision and Strategies. 
5. Conclusion 
This study examined the evaluation framework of training elements in relation to the effectiveness of training and 
development in the Higher Education sector. The findings revealed that on the use of a four level evaluation model 
for employee and Teachers training program; at level 1, most of the respondents were satisfied with the training 
programs. At level 2, majority of the respondents learned the skills taught. At this phase, the respondents were 
evaluated on their progress or behavioural changes through testing of knowledge, skills and attitudes acquired. At 
this stage, evaluation on the way in which knowledge was transferred is being done to ensure the effectiveness of 
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training. At level 3, the findings reported that the respondents use the new skills on the job. This is the measure 
during performance of job after training to see the usefulness of training aims, change in behaviour or approach after 
the training and the evaluation of training method. At level 4, the findings revealed that the training programs was 
productive and cost effective that is to measure change in the results of the university to ensure the progress made at 
organizational level. The Kirkpatrick Model was assessed as a valuable framework designed with four levels of 
measure to evaluate the effectiveness of training in Higher education sector. 
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